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Introduction

The case study is based on Ursula Burns, an African – American woman who had risen from a low-income background in Manhattan, USA to become the chief executive officer (CEO) of the company Xerox, which specialises in network printing. 
I shall analyse burns’ leadership style, some of the challenge’s female leaders face and some solutions to these challenges. 





















Leadership Traits

Ursula Burns gained 135c and masters qualifications and started employment as an engineer for Xerox in 1980. By 199- she had already become an assistant to the executive (a management role in the company) and by 1991 an executive assistant to the chairman. This shows that she became highly successful in a short period of time and the leaders of Xerox had recognised her abilities, giving her promotion to senior levels. She became the chief executive officer (CEO) in 2009.
Burns possesses many leadership qualities. The case study mentions Ella Edmondson’s description of Burns “as an open grounded, down – to – earth person who is loved by her employees.” Therefore, she is not presented as an authoritarian or autocratic style of leader who is more likely to be “controlling, bossy and dictatorial.” (PPAR, 2015)
She possesses traits of a born leader such as intelligence, self-confidence, integrity, empathy, and sociability – this is both nature and nurture since in the case study she “asserted that her personality was formed by the influence of her mother.”
In an article leadership skill are listed as: “patience, empathy, active listening, reliability, timely communication,” etc. (ICA, 2020)
 Similarly, the case study lists her nature as: “charismatic speaker, approachable, compassionate and empathetic leader.” Her characteristic of risk – taking is also mentioned both in the ICA article and the case study – “she is noted for her frankness and ability to take risks.”
Our first impression of burns’ leadership qualities is a highly positive one, giving us important key aspects of her traits, abilities, and skills. She possesses the positive leader attributes of the power point slide “Universal Leadership Attributes.” (BMSW 6101, 2020)
Burns “believes that dreams can come true with a good education, strong work ethics,” which she demonstrated at Xerox and this was recognised by executives, “her Industry knowledge and technical prowess as second to none. ”Also she is “honest and encourages ethical behaviour.” It is important to mention that she gets “along with team members from diverse ethnic backgrounds,” 
She engages with both the workers and the executives and has shown no autocratic behaviour or style of leadership. “It is one in which the manager retains as much power and decision-making authority as possible. The manager does not consult employees, nor are they allowed to give any input. Employees are expected to obey orders without receiving any explanations.” (PPAR,2015)
The case study states, “Burns’ style leans towards “people - concern” as she tries to establish relationships and consider and emphasis her teams’ interests.” This is in line with our understanding of “leadership is a relationship”, a collaborative one between leaders and followers. An article states, “leadership requires the ability to build and maintain a strong and collaborative team of individuals working towards the same goal. Team building requires other leadership strengths, like effective communication skills and conflict resolution.” (ICA,2020)
The case study confirms her ability to build relationship, being able to “care and support” as well as leading others towards goals. “Burns established the right mix of directives and supportive leadership behaviours. 
These evidence’s also show that she was not “hands-off” or have the laissez- faire style of leadership. “It is one which the manager provides little or no direction and gives employees as much freedom as possible. All authority or power is given to the employees and they must determine goals, make decisions and resolve problems on their own.” (PPAR, 2015)
Considering all the evidence, she displayed the democratic style of leadership, which is sometimes called “Participative style as it encourages employees to be part of the decision making. This style requires a leader to be a coach.” (PPAR, 2015)
Burns’ development as an employee of Xerox, benefitted by gaining coaching from Mister Allare, who was a good mentor. When she was in a leadership or couching position, her time was “spent encouraging and empowering other women.” (PPAR, 2015) 
Her democratic style which is stated in several parts of the case study are: listens attentively, encourages, confident to speak, establish relationship and trust, delegating, care and support, integrating and uniting all workers, charismatic, integrity, etc.
She was not afraid to speak up and stood up for her values, even when challenging the chief executive, such “outspokenness” should be her courage and determination to address what she believed were wrong ideas. This also shows that when necessary, she displayed some useful autocratic characteristics in order to drive up performance to improve individuals and organisation.    









[bookmark: _Hlk47034577]Stereotypes and Obstacles for Women Leaders

Women are faced with several obstacles at the workplace, particularly when carrying out the role of leadership as they are expected to behave like men. Bierema (2016) puts forward that women as leaders have an additional responsibility of meeting the expectation of a gendered organizational ideal leader, which is assumed to be a masculine personality. This creates a challenge for female leaders as their expected personality in the workplace conflicts with their usual daily lives.
Another stereotype against women leaders in the workplace is that the qualities of women’s personalities is questioned to be incompetent to fulfil the role of an effective leader. Koch (2019) highlights that research and studies on leadership demonstrate that a larger population of people consider men to be direct, strong, logical, and decisive leaders whereas, women are seen as easily influenced and indecisive leaders. For example, in the Unites States there is a huge gap between the numbers of men and women working in offices or carrying out business with superior roles (Koch, 2019).
Additionally, a stereotype against women leaders hindering their success in management is the assumption that women must choose between her family and profession. Aaron (2020) indicates that despite all individual women having their own unique way to manage their job and family, many people still assume that if a woman prioritises nurturing her family, it would symbolise her disloyalty towards her work however when men balance out time for their family and their job, they are considered to have effective time management and organizational skills.
An obstacle putting women at a disadvantage in roles of leadership and in workplaces of any profession is that women are paid less than men, despite having equal positions, roles, and responsibilities. Manipal Globalnxt University (2020) highlights that due to the lack of female role models and women working in influential positions, many women have self-doubt assuming that they may not have the required skills to obtain such a male dominated profession. Due to a lack of self-confidence, many women jeopardize their own talents and capabilities, settling for positions lower than their worth. This causes a greater hindrance in their success as their skills prove to be excessively excelled for their role, however they still do not receive the appropriate wages for their effort invested into the role.  
Pregnancy can be considered as an obstacle to women’s success in leadership at the workplace as their health could cause disruptions in their tasks and duties. Salihu et al. (2012) puts forward that due to the Pregnancy Discrimination Act employers must not avoid recruiting women because of their pregnancy, alongside this the female workers may also temporarily rearrange a replacement to carry out their duties during their absence, however this can prove to be a hassle and extra work load for the workers as passing on duties to other workers could be difficult at certain situations and circumstances. Particularly when the worker replacing the duties is not skilled to carry out the tasks of that level or field of profession. 
[bookmark: _Hlk47016110][bookmark: _Hlk47015255]A major obstacle for women in the workplace is harassment, which can cause employee turnovers and low productivity affecting the overall outcome of the organization’s success. Zambas (2018) supports this, highlighting that harassment in the workplace is a widespread issue in all types of professions. Such issues have caused several negative impacts in the overall organization such as increased employee absence, heightened employee turnover and a lack of employee productivity and engagement, alongside this it also effects the woman as an individual, as woman often appear to be mentally disturbed and demotivated to continue working in such an environment. This is a crucial issue and a great milestone for women leaders as women could feel discouraged and reluctant to partake in a job that could possibly have a harmful impact to themself.  




















Solutions 

[bookmark: _Hlk47021327]A solution to prevent gender discrimination in the workplace is by incorporating equal chances and opportunities for everyone regardless of their gender. Staley (2016) puts forward that employers must encourage equality amongst the workers and provide them with fair opportunities so that they could all succeed equally and prosper in their careers, as many women believe that their efforts are not worth the salary as men receive more benefits from contributing in the same job roles, which puts them off from trying to take up the responsibility. Receiving equal opportunities would encourage women to see themselves as equally capable as men and motivate them to strive higher and strengthen their skills and abilities.
[bookmark: _Hlk47021380]Employers could reduce gender discrimination in the workplace by prioritizing work/ life balance for the employees so that they are not compelled to choose between them as they would be able to gain the skills to equally mange the work and their personal lives without difficulties. Next generation (2018) elaborates that women in particular suffer pay penalties because of taking time off due to lack of available childcare for their children, however if employers arrange effective mentoring allowing employees train in balancing their personal life and work life then women can have a greater chance of working more efficiently for the company and achieving greater success in their career. Furthermore, if employees are trained to balance their work life and personal life, it would make it simpler for female employees when taking pregnancy leave and rearranging other workers to cover their task, or they could also train to work from home as effectively as they would by staying the workplace. 
[bookmark: _Hlk47021531]In addition to that, employers could also prevent the chances of gender discrimination by giving all employees equal pay. This would prevent workers from feeling superior or inferior of each other alongside receiving equal income as a result of contributing equal effort as other workers. Rongala (2020) emphasises on this suggesting that employers should offer pay depending on employee’s job role rather than other factors such as gender. This would reduce the possibility of misunderstandings, mistrust and resentment towards one another. Employees may be demotivated and discouraged as a result of their efforts, skills, talents and capabilities being disregarded, therefore employers appreciating employees hard work towards the company despite of their gender would encourage them to work harder and invest more towards the workplace in their career.
[bookmark: _Hlk47021718]Moreover, employers can reduce gender discrimination in the workplace by integrating woman empowered concepts as this would inspire more women to also pursue a career and position in leadership by following their role models. Sharma (2017) indicates that employers should seek female employees with commendable skills as leaders, as this would reassure other female workers that they are also capable of doing leadership in such professions and that they are compatible enough to face other stronger components in their field alongside working equally with men.
Employers can prevent the issue of harassment in the organization using several methods and by being more cautious and alert of such situations occurring around them. Catalyst (2017) emphasizes that leaders could implement campaigns in training to prevent behaviours of harassment. This could also make reporting problems more accessible for employees, alongside training mangers and supervisors to effectively report incidents of harassments and they could also take strict action and conduct thorough investigations when harassments incidents are reported.
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[bookmark: _Hlk46950186][bookmark: _Hlk46950513]Transformational leadership consists of several characteristics which are: keep their ego in check, ability to take the right risks, self-management, share collective organizational consciousness, proactive, adaptability, inspirational, entertain new ideas, make difficult decisions and lead with vision (Y Scouts, 2012). These characteristics would assist leaders in numerous different ways, for example, being proactive enables employers to create change and understand what needs to be changed for the betterment of the organization (Craig, 2019). Keeping ego in check would benefit leadership as it would ensure leaders to stay on track and improve the organisation rather than work for personal game (Hogg, 2013). Leading with vision is also a beneficial skill for leadership in an organisation as it provides leaders with the 
[bookmark: _Hlk46951031][bookmark: _Hlk46951579][bookmark: _Hlk46952004]ability to look into the better future of the company alongside being able to accurately possible obstacles and milestones that may hinder the success of the company (Montgomery, 2018). Having an inspirational leader would put organisations at a advantage as it would inspire their team members and other workers to display their full potential when completing projects and working towards the company’s goals (Lea, 2019). Self-management is also a crucial factor of effective leadership as it enables leaders to organise and structure their tasks, roles and responsibilities alongside supervising their employees, which benefits the organisation as it ensures all tasks are completed appropriately and all employees are monitored to be working diligently (Lee, 2019).
[bookmark: _Hlk47013205]Transformational leadership ethics is viewed as a leader’s attempt to implement change to the organizations shared values to signify a more civilized standard of justice and fairness, by considering and adapting to the needs and motives of their employees (Northouse, 2016). This encourages workers and motivates them to be more loyal towards the organization and work to their full potential as they are reassured that everything is fair and they will receive justice for everything they do (GMC, 2016). Transformational leadership ethics contributes towards the effectiveness of leadership as it portrays authenticity of the leaders and their effort to manage the organization in a fair manner by considering the employees efforts in their roles towards the organization (Copeland, 2016). Transformational leadership ethics is particularly beneficial for leaders as it provides the workplace with a guide for the employees to follow which makes decision making less complicated for leaders as it would reduce the possibilities for them to make unjust decisions for the employees (Muenjohn, 2014).





Reflection

Leadership perceived as the responsibility of leading people to work collectively in order to achieve a shared goal. Leadership accentuates individuals with the opportunity to be an influence role model to implement change by guiding others. I consider Hilary Clinton as an ideal role model of leadership. She had commendable talents in several fields such as writing and advocacy, however despite having numerous responsibilities Hilary Clinton was able to carry out leadership successfully. She was a great influence on many women as she was known to be the first woman to be elected for a president’s position in the United States.
In order to determine my leadership style, I carried out a questionnaire, the results demonstrated that my 3 important leadership traits are determination, integrity, and sociability. The trait determination in leadership is aspiration to complete a job, it consists of the characteristic’s persistence, initiative, dominance, and drive (Northouse, 2007). In the context of leadership, integrity is regarded as a leader’s honesty, reliability, and trustworthiness towards their organization. Integrity provides leaders with a sense responsibility which enables them to except and improve on their own mistakes and failures rather than blaming their team or accusing others of their own mistake (Daljeet and Johnson 2020). Sociability as a trait of leadership enables leaders to effectively communicate ideas with workers alongside forming a positive relationship with the co-workers and staff forming a good teamwork (Scott 2020). My strongest trait appears to be sociability. I have gained this understanding from my experiences in my household where utilizing efficient social skills while communicating with my family allows me to be able to converse effectively and get the work done more appropriately. Nevertheless, this proves to be a disadvantage during certain circumstances because the family members do not carry out the tasks to meet my anticipations as they perceive me to be lenient and as a result of this I initially regarded myself as a laissez faire leader. Laissez-faire leadership could be defined as leadership as where leaders allow their staff to choose appropriate workplace solutions rather than making decisions themselves (Rashid et al. 2018).
Moreover, upon further completing another questionnaire I discovered that my leadership style is democratic. As a result of this I further reflected on my experiences in leadership and I established that my leadership style is more democratic. Democratic leadership, also recognized as participative leadership in which the team members or workers members of the group take a more participative role in the decision-making process with the leaders (Cherry, 2020). I have analyzed this experience during tasks that require teamwork at university where making decisions by considering all team members opinions results in a more efficient outcome because of the variety of ideas and concepts suggested by the different members as a result of their individual experiences.  However, this form of leadership has also proved to be a disadvantage in some circumstances as the team members feel ignored when their ideas and proposals are not used as contributions in the team project. I value the concept of the UK being a free country and go by the principle that everyone’s opinion should be heard when making decisions that they are a part of or would be affected by.
[bookmark: _Hlk47032273]I further carried out another assessment to distinguish my behavioral orientation in leadership. The results portrayed that I am a relationship-oriented leader, as I prioritize relationship over tasks. Relationship-oriented leadership prioritizes creating success by building positive relationships with employees while enhancing employee job satisfaction, motivation, and work-life balance for their employees. Although these leaders are concerned about completing tasks, they add emphasis on maintaining good work culture by supporting and developing their employees (Ruzgar, 2018). I believe that keeping workers happy encourages them to work better which increases the chances of getting tasks completed on time. This also make the workers regard me as more approachable so that could easily inform me of any arising problems. In addition to that, being a relationship-oriented leader helps leaders, supervisors, and managers to work and communicate with workers in an effective way creating a friendly working environment. 
Considering the importance of completing tasks could be beneficial to my leadership skills as this may cause an impact on the development of the organization. As a result of this I have come to the understanding that I should work on my task orientation as being relationship oriented would not get tasks completed at all times. 
















Conclusion 

After studying this case study, I have distinguished the issues women leaders face and how the obstacles are dealt with. I also learnt how Ursula tackled several difficulties to become a leader as an independent woman. I learnt that, despite coming from a poor background Ursula was able to effectively face all the challenges that she came across in her journey as a successful leader. As a result of analysing this case study I have also learnt that the most beneficial skill to become a successful leader is to be confident and inspiring alongside being outspoken to face all challenges and difficulties that could possibly arise. As a result of completing my reflection I have realised the leadership style that suits me the most and by carrying out several questionnaires to confirm whether my identification of my leadership style is correct, I have come to the conclusion that I am a relationship-oriented democratic leader. Upon completing this assignment, I have obtained a greater understanding of leadership in business as well as general life which I could use to my benefit in the future. 
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